Evans also studied the relationship between the behavior of leaders and the subordinates' expectations that effort leads to rewards and also studied the resulting Impact on ratings of the subordinates' performance. He found that when subordinates viewed leaders as being supportive (considerate of their needs) and when these superiors provided directions and guidance to the subordinates, there 
PATH-GOAL THEORY

General Propositions
The first proposition of path-goal theory is that leader behavior is accep- . Also with respect to the work environment, the theory asserts that the more dissatisfying the task, the tiore the subordinates will resent leader behavior directed at increasing productivity or enforcing compliance to organizational rules and procedures.
Finally, with respect to environmental variables the theory states that leader behavior will be motivational to the extent that It helps subordinates cope with environmental uncertainties, threats from others or sources of frustration.
Such leader behavior is predicted to increase subordinates' satisfaction with the job context and to be motivational to the extent that it increases the suoordinates' expectations that their effort will lead to valued rewards.
These propositions and specification of sit-jational contingencies provide a heuristic framework on which to base future research. Hopefully, this will lead to a more fully developed, explicitly formal theory of leadership.
Figure 2 presents a summary of the theory. It is hoped that these propositions, while admittedly tentative, will provide managers with some insights concerning the effects of their own leader behavior and that of others.
EMPIRICAL SUPPORT
The theory has been tested in a limited number of studies which have generated considerable empirical support for our Ideas and also suggest areas in which the theroy requires revision. A brief review of these studies follows.
Leader Directiveness
Leader directiveness has a positive correlation with satisfaction and expectancies of subordinates who are engaged in ambiguous tasks and has a negative to carry out our intentions should lead to increar^d effort and performance.
Finally, under a participative system, pressure towards high performance should come from sources other than the leader or the organization. More specifically, when people participate in the decision process they become more ego-involved; the decisions made are in some part their own. Also, their peers know what is expected and the social pressure has a greater Impact. This, motivation to perform will stem from internal and social factors as we'll as formal external ones. for Independence and self-control will respond favorably to leader participation and their opposite personality types will respond less favorably.
These hypotheses were derived on the basis of path-goal theorizing; i.e., the rationale guiding the analysis of prior studies was that both task characteristics and characteristics of subordinates interact to determine the effect of a specific kind of leader behavior on the satisfaction, expectancies and performance of subordinates. To date, one major investigation has supported some 24 of these predictions in which personality variables, amount of participative leadership, task ambiguity and job satisfaction were assessed for 324 employees of an industrial manufacturing organization. As expected, in nonrepetitive, egoinvolving tasks, employees (regardless of their personality) were more satisfied under a participative style than a nonparticipative style. However, In repetetive tasks which were less ego-involving the amount of authoritarianism of subordinates moderated the relationship between leadership style and satisfaction.
Specifically, low authoritarian subordinates were more satisfied under a participative style. These findings are exactly as the theory would predict, thus, it has promise in reconciling a set of confusing and contradictory findings with respect to participative leadership. 
